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ABSTRACT 
Younger workers are quickly becoming a vital part of our workforce as they are 
soon to fill a major experience and skill gap brought by the retirement of a large group 
of experienced employees. Research and popular media suggest that younger workers 
have different values and attitudes in the workforce compared to older generations, yet 
there is little empirical research in the area of organisational commitment on younger 
workers. This knowledge is important as managers and organisations need to understand 
what values and workforce desires drive young employees to competitively recruit, 
develop and retain this new workforce to mitigate the imminent retirement of older 
workers.  
The purpose of this thesis is to further the understanding of the Millennial and 
Generation Z cohorts in the workplace by examining their types of organisational 
commitment when they first begin their careers. 175 young full-time workers in New 
Zealand aged between 17 and 30 years participated in the thesis and completed an online 
cross-sectional survey. The survey contained four shortened-versions of scales 
concerning organisational commitment, managerial trustworthiness, and well-being. 
Latent profile analysis was used to identify the profiles, of young employees’ 
organisational commitment.  
Four organisational commitment profile groups were discovered within the 
sample population and were labelled as High AC/NC-Dominant, CC-Dominant, AC-
Dominant, Low CC-Dominant. Significant differences were found between profile 
membership and the measures of perceived managerial trustworthiness, psychological 
well-being at work, and turnover intention. A large majority of the sample population 
(63.2%) were found to have positive feelings of organisational commitment and had 
strong positive relationships with perceived trust in management and psychological well-
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being at work. Turnover intentions were low. Thirty two per cent of the young workers 
felt trapped within their organisation and had high turnover intentions, but due to the 
nature of commitment feel unable to leave their organisation. Perceived trust in 
management and psychological well-being at work were significantly low for this group. 
There were very few uncommitted employees.  
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
   
iii 
 
ACKNOWLEDGEMENTS 
A huge thank you to all the Millennials, Generation Z, managers, organisations, 
friends and co-workers who took an interest in this thesis and took part in it. It was 
surprising how many people got behind this and wanted to learn more!  
Another thank you is to my parents, Dinah and Gerald, and my sister, Gaby, for 
their love and support throughout this thesis. My sister has been an inspiration for 
staying a year, then another…and look where I am now. I got my love of reading and 
writing from my parents but, regrettably, I did not receive my spelling and grammar 
capabilities from my mother who will read through this with a keen eye and a red pen. 
Fortunately for me, una buona mamma vale cento maestre. I hope to make all of you proud 
for adding to the family successful histories at university. 
I would like to add a special acknowledgement to Pops, who unfortunately could 
not be here to see me finish this but had so much love to give every time I saw him and 
his memory has kept me writing these past few months. A tremendous thank you also to 
Nan and Nonna for making the sacrifice so many years ago to give a better future and 
education to my parents.  
I am incredibly honoured to have two great supervisors this year who know so 
much and have guided me throughout this year. I could not have done this without the 
sage and usually relevant advice from Paul Toulson, and the humour and constant 
optimism of Wayne Macpherson. I have hit quite a few hurdles during the way but your 
advice has been so helpful this past year, for instance I have discovered that I am 
definitely a night writer and cannot write a sensible sentence in the morning at all. I have 
greatly enjoyed out Skype talks and listening to Paul’s incredibly interesting stories 
which somehow always end up coming back to the Three Golden Rules!  
 
 
   
iv 
 
And of course, I cannot miss this last person out. A huge thank you to Jack who 
has kept pushing me along this journey. You inspire me daily to do the best that I can do 
and I could not have done this without the constant encouragement, love, bottles of wine, 
and pizza deliveries, so thank you for always believing in me.  
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
   
v 
 
TABLE OF CONTENTS 
ABSTRACT ....................................................................................................... i 
ACKNOWLEDGEMENTS .......................................................................... iii 
TABLE OF CONTENTS ............................................................................... v 
LIST OF TABLES AND FIGURES ......................................................... viii 
CHAPTER 1: INTRODUCTION ................................................................ 1 
1.1 Overview ................................................................................................................................... 1 
1.2 Aim of the Research ............................................................................................................... 3 
1.3 The Importance of Generations .......................................................................................... 4 
1.4 Why Study Millennials and Generation Z? ..................................................................... 7 
1.5 Defining Organisational Commitment .............................................................................. 9 
1.6 Thesis Structure .................................................................................................................... 13 
CHAPTER 2: LITERATURE REVIEW .................................................. 15 
2.1 Overview ................................................................................................................................... 15 
2.2 Millennials and Generation Z in the Workforce  .......................................................... 15 
2.3 The Organisational Commitment Model ............................................................................... 20 
2.4 Turnover Intentions, Well-being, and Perceived Managerial Trustworthiness ............... 28 
2.5 Conclusion ................................................................................................................................ 31 
CHAPTER 3: METHOD ............................................................................. 33 
3.1 Overview ................................................................................................................................. 33 
 
 
   
vi 
 
3.2 Research Design Overview ................................................................................................. 34 
3.3 Participants ............................................................................................................................ 37 
3.4 Measures ................................................................................................................................. 40 
3.4.1 Organisational Commitment ...................................................................................... 40 
3.4.2 Perceived Managerial Trustworthiness Scale ........................................................ 40 
3.4.3 Psychological Well-being at Work Scale ................................................................ 40 
3.4.4 Turnover Intentions ..................................................................................................... 41 
3.5 Procedure ................................................................................................................................ 41 
3.6 Analytic Strategy .................................................................................................................. 42 
CHAPTER 4: RESULTS .............................................................................. 46 
4.1 Overview ................................................................................................................................. 46 
4.2 Descriptive Statistics ............................................................................................................ 46 
4.3 Missing Data .......................................................................................................................... 49 
4.4 Latent Profile Analysis ........................................................................................................ 49 
4.5 Interpreting the Profiles ..................................................................................................... 53 
4.6 Testing the Thesis’ Research Questions ......................................................................... 57 
CHAPTER 5: DISCUSSION ....................................................................... 59 
5.1 Overview ................................................................................................................................. 59 
5.2 Organisational Commitment of Young Workers .......................................................... 63 
5.3 Implications and Applications ............................................................................................ 72 
5.4 Limitations ............................................................................................................................. 74 
5.5 Paths for Future Research .................................................................................................. 77 
 
 
   
vii 
 
CHAPTER 6: CONCLUSION ..................................................................... 80 
REFERENCES ............................................................................................... 84 
APPENDIX A: ETHICAL APPROVAL………………………………..93 
APPENDIX B: INFORMATION SHEET FOR PARTICIPANTS ..... 96 
APPENDIX C: SURVEY ............................................................................. 98 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
   
viii 
 
 
 
LIST OF TABLES AND FIGURES 
 
Table 1:  Demographic Information of Participants…………………………........39 
Table 2: Descriptive Statistics and Correlations…………………………………48 
Table 3:  Profile Membership Across Groups…………………………………….51 
Table 4:  Information Criterion Statistics Used to Identify Model Fit for 
Determining Profile Number…………………………………………....52 
Table 5:  Means and Standard Deviations for Affective, Continuance, and 
Normative Commitment Within Each Profile Group …………………54 
Figure 1:  Profile Labels and Mean Scores for Affective, Continuance, and 
Normative Commitment………………………………………………...55 
Table 6:  Results of the Analysis of Covariance…………………………………...57 
 
 
 
 
 
 
 
 
 
   
ix 
 
 
 
 
